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The aim of this study was to examine the extent to which organization’s cultural change impacts on overall organization performance with specific reference to Tanzania Breweries Limited. Specifically the study were aimed to  find out the extent to which the competitive behaviour adopted after Joint Venture leads to improved performance, to find out the extent to which training after Joint Venture leads to increased performance and to find out the extent to which the adjusted organization structure leads to improved performance. The study was conducted at TBL in Dar-es-salaam. The studies employed a sample of 100 TBL staff and distributors. The study used case study design to obtain the necessaries and required data. Moreover, probability and non-probability were employed.
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1.0   INTRODUCTION AND BACKGROUND TO THE STUDY

1.1	  Introduction
This is an introductory chapter. It gave out background information, the statement of the problem, research questions and research objectives, significance of the study and limitation of the study.

1.2   Background of the Study
Organizations face increasingly dynamic environments characterized by substantial and often unpredictable technological, political and economic change. The way organizations respond rapidly to such changes become more agile. According to Lee Dyer (2011); Organizational agility requires a judicious mix of stability and re configurability. This may seem like an odd juxtaposition since strong unitary cultures exert a stabilizing force on organizations by encouraging cohesion, organizational commitment and desirable work behaviours among members (Nemeth and Staw, 1989). This stability generates cultural clarity and consistency among members forces which if the culture is strategically aligned, enhance organizational performance (Kotter and Heskett, 1992). But, such stability may also constrain strong culture organizations from initiating or reacting to environmental change a necessary capability for optimizing performance (Lawrence and Lorsch, 1967); Benner and Tushman (2002). Thus, strong cultures can provide organizations with significant advantages, but when the basis for survival rests on an organizations ability to change and adapt, a strong culture can be a liability.
1.2	 TBL Joint Venture
Tanzania Breweries Ltd (Tanganyika Breweries) was established in 1930 as a private company during colonial era and it was incorporated in 1960, a year before Tanganyika became independence. In 1964, the company changed name its to Tanzania Breweries Ltd after following the change of country name from Tanganyika to Tanzania which resulted from the union of Tanganyika and Zanzibar. In 1967, the government of Tanzania nationalized 55% shares of TBL business and by 1978 it is nationalized the remaining 45% shares and the company became a wholly owned Government entity (TBL, 2010). 

The entire dependency of the company from the government as a source of capital led to so many problems which signaled the closure of the company. To worsen the matter, other businessmen started importing other beer brands such as, beck’s, Stella Artois Pilsner Urquell from neighbouring and overseas countries for not only to fill the unmet demand, but also compete with the dying entity. Before Joint Venture, TBL had difficulties, For example, employee’s morale was low, there was weak management of finances and the security of employment was at stake. 

On the 6 of November 1993 SAB Miller acquired 50% in Tanzania Breweries (TBL) for a cash consideration of US $ 22.3 million to formulate a Joint Venture between the two companies. Following this Joint Venture, TBL became a subsidiary of SAB Miller with its main objectives being manufacturing, selling and distribution of beer, alcoholic fruit beverages and non-alcoholic beverage in Tanzania. The new partner SAB Miller moved in with a brewing experience, expertise, resources and above all team work to transform TBL and its products quality to world class. This came as result of privatization and liberalization policies of mid 1980s and early 1990s respectively whose main goals were to revive the dying entities and improve performance (TBL, 2010).

Before Joint Venture TBL was not in a position to compete in the market due to a number of reasons. Some of the reasons includes; low operating efficiency, obsolete mechanism, low product output, and weak management. Besides that, lack of the necessary capital to replace the worn out machineries made the company operate with a very rude technology coupled with worn out and very aged equipment which in turn, made the company a loss making entity. While company had distributions depot throughout the country while it had no capacity to supply the product due to poor products availability in the country, with only three brands and low productivity the company was unable to meet the demand and consumer tastes in the country (TBL, 2010).

The period before Joint Venture when the company was under the Government ownership, it faced combination of internal and external hardships which contributed to system decline in beer output and company’s competitiveness.  The main constraints which led to such hardship included among other things, shortage of foreign exchange to import raw materials, lack of working capital, technology obsolescence, underdeveloped infrastructure and weak management. These are reflected in widespread TBL inefficiencies, low capacity and declining competitiveness. Under the new ownership and management TBL’s objectives changed focusing more on increasing beer production and quality, expanding the market share and increasing shareholders returns (TBL, 2010).














Figure 1.1 TBL Organization Structure ‘before Joint Venture”
Source:  TBL Library, (1993)
1.4   Statement of the Problem
All organizations, everywhere, function within a specific culture. It is thus becoming more widely recognized in contemporary discussions of organizational performance that managers and other organizational practitioners have to develop an understanding of their cultural settings if their organizations are to perform effectively. Organizational practitioners continue to face a lot of management problems which have their roots in the culture of a society and those that impede progress toward achieving high performance. The main focus will be how to relate organizations more closely with their cultural settings in order to enhance optimal performance (George and Jones, 1996).

Ahiauzu (1986) commented that it is becoming increasingly widely accepted among social scientists, especially managers and organizational theorists that the patterns of management and employee behaviour in the work place are largely culture-bound. Ahiauzu argued further that there is indeed a growing body of literature concerning questions of cultural influences on organizational behaviour and performance but that much of it is of poor quality consisting of anecdotes, prescriptions based on Western experience and fantasies.

Moreover, TBL Organization culture is described in three interacting level: Artifacts, behaviours and values. TBL artifacts include things that can be observed and felt in the work environment such as organizational structures, rules, processes and routines, tradition, performance management, reward and recognition system and the like. Before the Joint Venture, most of these were more or less prescribed by constitution, taking into consideration the company was a public entity (TBL, 2010). 
 Therefore, this study attempted to examining the impact of cultural change on organizational performance the case being Tanzania Breweries. 

1.5   Research Objectives
1.5.1 General Objective
The general objective of the study was to examine the extent to which organization’s cultural change impact on overall organization performance with specific reference to Tanzania Breweries Limited.

1.5.2 The Specific objectives
Specifically, the study was guided by the following objectives:
(i)	To find out the extent to which the competitive behaviour adopted by TBL after Joint Venture with SAB Miller leads to improved performance
(ii)	To find out the extent to which training after the Joint Venture with SAB Miller leads to improved performance
(iii)	To find out the extent to which the adjusted organization structure after the Joint Venture with SAB Miller leads to improved performance.

1.6    The Research Questions
The study was guided by the following questions:
(i)	To what extent do competitive behaviour adopted by TBL after Joint Venture  with SAB Miller leads to improved performance.
(ii)	To what extent do training after the Joint Venture with SAB Miller leads to improved performance
(iii)	To what extent do adjusted organization structure after the Joint Venture with SAB Miller leads to improved performance.

1.7     Significance of the Study
It is expected that the findings or this study was significant to the policy makers as a source of empirical evidence on the impact of organizational cultural change on performance improvement. This is because the findings provided issues considered critical in creating and sustaining structural changes and competitive advantage. Furthermore, it is expected that the findings of this study added knowledge to researchers and any interested fellows on issues pertaining to organization change resulting from privatization and other related issues. Moreover, this study is for accomplishment of the (MBA) of The Open University of Tanzania.

1.8   Organization of the Study




2.0  LITERATURE REVIEW

2. 1 Introduction
This chapter presents the literature review related to the study. It begins with conceptual definitions as used in this study, theoretical literature, empirical literature, conceptual framework and the research gap which this study intended to fill.

2.2 Definition of key concepts
This section presents the definitions of key concepts as used in the study.

2.2.1 Culture
Culture is a universal phenomenon as there is no society in history without a culture. But culture varies from one society to another. Studies of formal organizations in both western and non-western societies have shown the implications of varying cultures for ‘organizational operations and performance’ Multinational organizations operating in different cultural contexts have become increasingly sensitive to the potential impact of the culture of a host country on organizational performance (Brown, 1973; Hofstede 1991).

Schein (1992) defines culture as “a pattern of shared basic assumptions which the group learns as it solves its problems of external adaptation and internal integration which has worked well enough to be considered valid and therefore, to be taught to new members as the correct way one perceives, thinks and feels in relation to those problems. In this study, culture has been used to mean the customs civilization and achievement of a particular time or people or group.
2.2.2 Organization Culture
Organizations have distinctive culture and personality which demonstrate their values, ways of dealing with problems, decision making and doing things.  Organizational culture includes beliefs and attitudes of people in performing, organizing, assessing and rewarding their performance when dealing with problems of external adaptations and internal integration the they think and feel about their organizations Schein (1990; Trompenaars, 1993).  Most corporate culture reflects value of owners in reinforcing the vision/ mission of the organization to establish the main operating orientation as well as provide members with shared identity.  

So while it constitutes a bond that holds an organization together, it is also an informal control mechanism which facilitates coordination of peoples’ efforts.  According to Schein (1990), corporate culture has three levels namely, Surface, Middle and Deepest.  The Surface level includes visible appearance and behaviours such as, physical layout, dress codes, organization structures, organization policies, procedures and programs and attitudes.  

At middle level culture is represented by the organization’s beliefs and values while at the deepest level, it involves basic assumptions such as, organization’s long learned automatic responses and established opinions.  Most organizations use values to provide direction to and motivation for their employees to ensure their survival and flourish and register better performance in the market.  This study has used some explanations as per Schein and Trompenaars, in explaining the whole concept of organization culture.
2.2.3 Cultural Change
Cultural change typically refers to radical versus limited change. It is not easy to achieve, it is a difficult, complicated, demanding effort which can take several years to accomplish. There are three basic types of cultural change (Trice and Beyer, 1991). These are revolutionary and comprehensive efforts to change the culture of the entire organization, efforts that are gradual and incremental but nevertheless are designed to cumulate so as to produce a comprehensive reshaping of the entire organizational culture and efforts confined to radically change specific subcultures or cultural components of the overall differentiated culture (Trice and Beyer, 1991). This study applied those some explanations on the whole ideas of cultural change in relation to the topic under study.

2.2.4 Performance Management
Field (2001) defines performance management as the style of management which involves open communication between manager and employees in setting goals, providing ongoing feedback to both parties as well as performance appraisal. In essence performance management illustrates how organizations should focus their energies and efforts to succeed and in particular on how to manage the big five namely; dependency, cost, quality, speed and flexibility. T

his study attempts to examine the extents to which organizations’ culture change impact on overall organization performance at TBL. As such, the concept performance management was used in the study in order to know the way performance management has effected changes positively at TBL.
2.3   Theoretical Perspecting Introduce
2.3.1 Elegant Model
Martin (1992) developed an elegant model of cultures and subcultures by distinguishing between conceptualizations of organizational cultures which were cohesive and unitary or integrated and those characterized as collections of subcultures or differentiated. According to him, fragmented culture is ambiguous and open to members' multiple interpretations. These distinctions imply that an integrated culture precludes differentiated subcultures and vice versa or which an organization may either have a single culture with no subcultures, or subcultures with no overarching organizational culture. According to Martin, this typology does not consider the possibility that subcultures might co-exist within an overarching culture. Perhaps this reflects a conceptual division among organizational culture scholars. According to Kotter and Heskett (1992) those focusing on the advantages of strong cultures tend to highlight overarching cultures and rarely consider subcultures. On the other hand those focusing on organizations as collections of subcultures rarely consider that they could be united by a strong overarching organizational culture (Trice and Beyer, 1993). By considering cultural content and strength, we propose that subcultures can develop within strong integrated cultures without weakening the overarching culture.

2.3.2 The Sanctuary Model of Change
The Sanctuary Model initially began as a treatment model for adults who had been traumatized as children. However, the creators of this model have more recently applied the ideas to organizations as a model of change that will assist in improving processes which will enhance overall organizational performance (Bloom, 2005). The application of this model is now being directed to the systems that actually provide service to patients or clients. This means that issues such as organizational dynamics/organization change, leadership and organizational culture are being explored. The theory and research is related to constructs primarily found in the business literature and applied to what Bloom (2005) describes in the evolution of The Sanctuary Model as a “model of organizational change.” 

2.4   Types of Corporate Culture
Organizational culture can be analyses across three basic dimensions. Those dimensions are weak versus strong, low-Performance, and adaptiveness (Rousseau, 1990; Kotter and Heskitt, 1992; Johnson, 1998).  A strong culture promotes employees bonding through widely shared values and beliefs.  According to Deal and Kennedy (1982) bonding is achieved when business is conducted with clear principle actively communicated to illustrate their relationship to business operating environment. Clearer goals decrease staff uncertainty and promote quicker response performances resulting into lower monitoring costs, improving efficiency due to the existence of a strong corporate culture. In a strong culture, a leader formulated strong value and practices relevant to competitive environment; own organizational commitment to manage according to established principles and worry for the well-being of stakeholder (Sathe, 1985).

A weak culture involves having widely different value and beliefs which make staff feel separated from the organization and that only a small group has loyalty toward management or individual (Smiricin, 1983). This type of culture rarely supports stagy implementation or performance. According to Kottler et al (1992) in a weak culture internal environment is too politicized such that issues get solved on the basis of turf and decisions are made based on lobbying in this kind of culture, people are hostile to change with innovator being thwarted and lazy getting rewarded. Encouragement is only to staff with machine expertise while entrepreneurial skills and leader ship capabilities staff are neglected and lastly executive short-sightedness. Adaptive culture promotes spirit of execution at advantage of available opportunities and threats for long-term success without compromising core values and ideals. This involves top management planning response to changing conditions, commitment to “doing the right thing” and satisfying relevant stakeholders focus on well being, staff less threatened by job changes and willing to support change and encouraging, protecting and rewarding innovation and entrepreneurship.

2.4.1 Lean Philosophy
Lean Operations involved “movement towards elimination of all waste in order to develop a faster operation that is more dependable, producing higher – quality products and services at a low cost” (Chambers and Johnson, 2007:).  This involves collection of principles and methods which facilitate detection and removal of waste in production and service delivery (Jones and Roos, 1990).  In manufacturing process, leans operations/philosophy improve the of effectiveness of systems in order to achieve full growth and profit potential.  The focus is on critically managing and optimizing floor operations for organization’s “bottom line” performance rather than focusing on systems sophistication.  Organizations using lean manufacturing eliminate production disorders and improve and enable production to flow most efficiently through the process.  For the successful implementation of lean philosophy, eight basics are vital. The first basic is that information integrity within organization facilitates communication ability on data and documentation completely, accurately and in a timely manner. The second basic is performance measurement to provide key indicators for organization’s direction towards achieving manufacturing objectives. 

The other basic is the sequential production which will facilitate efficient utilization of manufacturing resources and flow of products through the manufacturing process. There is also point-of-use logistics which facilitates elimination of stock room leading to reduction of material handling and inventory storage cost. The fifth basic is cycle time management which focuses on continuous reduction of all cycle times as long cycle times contributes to poor performance and high non-value-added costs. 

Moreover, the other basic is production linearity which requires organization to produce when the products are needed not less nor more. The seventh basic is resource planning which involves timely “rightsizing” of operations to avoid erosion of profit margins. The final basic is the implementation of strategy and tactical planning process to identify critical success factors that set course for future growth and profits.  These basics are important to this study for they reveal how organization performs their activities. In this case, these eight basics are relevant in examining the impact of cultural change at TBL.
2.5 Empirical Studies
2.5.1 Related studies in developed countries 
Ouchi and Jaeger (1978) evaluated the differences between American and Japanese cultures. According to them, the American culture is characterized by short-term employment, individual decision-making, individual responsibility rapid evaluation and promotion, explicit, formalized control, specialized career paths and segmented concern. On the other hand, the study reveal that Japanese culture is characterized by life time employment, consensual decision making, collective responsibility, slow evaluation and promotion, implicit formal control, non-specialized career path and holistic concern. This description exhibits a sharp and marked contrast between the two cultures from this views one can note that culture differ from one country to another.

2.5.2 Related Studies in Developing Countries 
Aluko (2003) conducted a study on the impact of culture on organizational performance in selected textile firms in Nigeria. The study examined the multidimensional impact of culture on organizational performance in selected textile firms from Lagos, Asaba and Kano in Nigeria. The main finding of the study was that irrespective of their cultural backgrounds, workers in the textile industry appeared to have imbibed the industrial way of life. The results of the analysis of the cultural variables showed a high level of commitment to work, low level of labour turnover and absenteeism, positive beliefs about work, positive work values, attitudes and norms in all the firms studied. But these positive attributes of the cultural variables did not translate directly to high level of organizational performance in these mills because some other variables were at work. This was an indication that culture was not the sole determinant of organizational performance. The study found out that other factors most, especially exogenous variables such as, the economy, technology and the murky political climate all influence organizational performance significantly and much more than endogenous variable such as size, structure and style of management.

Tayeb (1988) conducted a systematic study of culture and work attitudes among Indian and English employees. In this comparative study, Tayeb found that Indian and English workers were similar with regard to honesty, tolerance, friendliness, attitudes to change, attitude to law, self-control and self-confidence and acceptance of social differentiation. The two samples were similar with respect to trust in their colleagues, individualism and commitment to their organization. The study found out that there were also similarities in the relation between certain work-related attitudes and some non-cultural characteristics of the respondents.

2.5.3 Related Studies in Tanzania 
Waigama (2008) conducted a study on privatization process and asset valuation in Tanzania. The study examined privatization and valuation processes in the context of privatized state owned enterprises in Tanzania. It investigated the implementation of the privatization process and valuation methodology in a developing economy where the market system and its associated institutions are not fully developed. The study found that strategy formulation being undertaken by PSRC did not promote higher competition, higher prices and higher government revenue. According to the study, the present valuation methodology as used by the valuation firms engaged by PSRC did not improve certainity in the determination of reserve price, moreover, according to the study valuation estimates were not good proxies of sale prices; the issue of wider ownership participation by the people was far from being achieved and that follow-up on changes of ownership and changes in the physical developments was lacking. 

The study reveals that both privatization and valuation stand to yield expected results where the market system and its institutions are well developed and are functioning properly. The study conclude that had there been reasonable and basic preparations prior to take off, privatization process in Tanzania could have been carried out in better ways and yielded better results than it is now. Kusaga (2005) conducted another study on performance of Telecommunications Industry in the wake of Liberalization, the case of Tanzania Telecommunications Company Limited (TTCL).  

The study found that the partial privatization of TTCL has been a test for the government. The study reveals that privatization has not been such failure as some people think. The findings of the study show that privatization has achieved a number of goals such as, attracting inward investment and reducing government participation in the sector in order to encourage competition. Similarly, it has increased efficiency in service delivery. On the other hand, the findings shows that privatization has led to job losses and concerns on affordability and unequal access to services that can follow as government’s aims at reducing even more the control and management of the telecommunications sector to private hands. 
2.6    Research Gap
2.6.1 Cultural Change on Organization Performance
There is also strong anecdotal support indicating that the primary cause of failure of most major change efforts (such as TQM and reengineering) has been the failure to successfully change the organizational culture (Kotter and Heskett 1992). Kotter and Heskett) have attempted to make this intriguing, but admittedly inconclusive. They had financial analysts who identifed the firms they considered most successful and then described the key factors discriminating these firms from those that were less successful. Seventy-four of the seventy-five analysts indicated that organizational culture was a key factor. In addition, Denison (1990) found empirical support for the participation /involvement view of culture. He says that, higher levels of employee participation were correlated with better organizational performance.

In contrast to this supporting anecdotal and empirical evidence, it has become well known and a point of great contention that the exemplary companies identified by Peter and Waterman (1982) did not remain exemplary. The general explanation for this is that these companies failed to change with the times – perhaps the very strength of their culture and their past success prevented them from quickly and successfully adapting to new environmental requirements (Christensen, 1997). This paradox suggested the need for more longitudinal investigations of the effects of organizational culture. Growing evidence that excellent companies do not remain excellent for long also suggests that the traditional notion of a strong culture may need to be replaced with a more discerning understanding of the types and role of culture and the need to change culture over the life cycle of the organization. For example, as noted Christensen by perhaps a strong consistent culture is useful in the beginning start-up phase of an organization, but a mature organization may need to become more differentiated as well as more oriented to change and learning. According to him, what is important for long term organizational success may not be a particular type of organizational culture per se but the ability to effectively manage and change the culture over time to adjust to changes in the situation and needs of the organization. This understanding has pointed to the need for a more dynamic understanding of culture and the role of organizational leaders in ensuring the culture contributes both to the organization’s current and future success.

Moreover, Schein (1992) argues that leadership today is essentially the creation, the management and at times the destruction and reconstruction of culture. In fact, he says, “the only thing of importance that leaders do is create and manage culture” and “the unique talent of leaders is their ability to understand and work within culture. According to Schein leaders must be able to assess how well the culture is performing and when and how it needs to be changed. Assessing and improving organizational culture as well as determining when major cultural transformations are necessary is critical to long-term organizational success. Managing differentiated cultures and creating synergies across these cultures is also a critical leadership challenge. Effective culture management is also necessary to ensure that major strategic and organizational changes will succeed. Basically, culture management is a key leadership and management competency.
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Figure 2.1: The relationship between cultural change and TBL performance
Source:  Researcher’s own construct 


This arrow indicates that, TBL ability to perform better depends on the TBL cultural change management elements.
This arrow indicates that, the performance of individual change elements depend on each other. 

















3.0 RESEARCH DESIGN AND METHODOLOGY

3.1 Introduction
This chapter presents the research design and methodology used in this study. Both quantitative and qualitative methods were used to examine the effects brought about by Joint Venture in relation to TBL performances such as, changes in organizational culture, structures and competitive behaviour and the resultant social impact on consumers and employees.  According to Narjess et al (1999) twenty one privatized firms studies in developing countries during 1980 – 1992 produced positive results.  The methodology used was the “before – after” method, comparing performance indicators three years before divestiture and three years after divestiture.  This method was seen relevant as Tanzania is a developing country and TBL/SABMiller Joint Venture was one of the early privatized firms in Tanzania.  In order to remove bias on Narjess et al (1999)’s study, in this research other methods were also used to compliment the “before – after” method. This chapter also presents the research strategies used in the study. It also presents the area where the study was conducted and data collection instruments and the reliability and validity test.

3.2  Research Design
Both qualitative and quantitative research methods were used to study social and cultural phenomena including action research, and case study research.  The qualitative data sources used in the study include observation and participant observation (fieldwork), interviews (face-to-face and telephone) and questionnaires, documents and library research texts.  The motivation for undertaking qualitative methods is to supplement quantitative methods, this emanates from the observation that the one thing that distinguishes human from other creatures is the ability to talk.  Through qualitative research methods, it is easy to understand people, social and cultural contexts surrounding them.  Kaplan and Maxwell (1994) cautions on the problem of losing data when trying to understand a phenomenon a respondent’s social and institutional view when textual data are quantified.  So it is further emphasized here that the goal is not to produce a standardized set of results that any other careful researcher in the same situation or studying the same issues would have produced.  The researcher should come up with a coherent and illuminating situational description and perspective which is based on and consistent with details study of the situation (Ward-Schofield, 1993). In this case, quantitative research methods were used to draw inferences from the hard facts and figures regarding existing relationships. Although most researchers do either quantitative or qualitative research work, this study combined more than one research method as suggested in Triangulation.  The advantage is the outcome of one method to cross check results of another by not only obtaining what people articulate to be undertaking, seen to be doing but also records of their achievement (Kane 1985; Jankowicz, 2000). 

3.3   Research Strategy
A case study design was employed to obtain the necessary and required qualitative data. A case study entails studying a phenomenon within its real-life setting. Rather than studying a phenomenon in general, a specific example within time and space is chosen for study. This allows a particular issue to be studied in depth and form a variety of perspectives (Kitchin and Nicholas 2000). The purpose of this study together with the nature of data collected influenced the choice of this research strategy. In selecting a case, TBL was selected bearing in mind the available time and resources. The planned study completion time was very short which could not be adequate to conduct a comprehensive study with multiple cases or a major case with sub-cases. In addition to that, multiple cases could require more resources in terms of finance and logistics. A decision was therefore, to select a single case where concrete information was sought and analyzed considering time and other resources available.

3.4 Area of the Study
The study was conducted at TBL in Dar es Salaam. TBL is found in Ilala municipal.
 
3.5 Sampling Methodology
Probability and non- probability sampling were sampling techniques which were employed in this study. The distinguishing characteristic of probability samples is that the researcher can specify for each unit in the population the likelihood that will be included in the sample. In addition, with probability sample design, one can estimate the amount of sampling errors and thereby, determine the precision of the sample (Mbeche, 2004). 

3.5.1 Purposive Sampling
Purposive sampling techniques was to get data, this helped in a accomplishing the purpose of a research and enabled the researcher to pick those respondents who were capable of providing data. The point here is that one respondent who had useful information were selected for the study.
3.5.2 Sample Size
The sample size of the study was 100 respondents which included 70 TBL staff and 30 distributors. The staff were selected from the following departments; technical, marketing, finance and human resources department. Distributors were selected accordingly.  

3.6 Data Collection Technique
Primary data was collected by means of structured questionnaire and semi structured interview. Secondary data was collected from relevant information/published documents on, market infrastructure in Tanzania and globally. Other information were gathered from key institutions involved in the design.

3.6.1 Data Collection Instrument
3.6.1.1 Questionnaire
According Kothari (2006), a questionnaire is a method of collecting data which uses a set of questions for collecting data. In this method data are collected with the help of questions. Through this method, respondents have to answer questions on their own and bring back to the researcher. In this study both open-ended and close-ended questions helped the researcher to get answers and relevant information from respondents.

3.6.1.2 Observation
According to Kothari (2006), observation method allows the researcher to observe how respondents conduct their day-to-day activities and how those activities relate to or influence performance appraisal. Since the researcher is an employee of TBL, a direct participation method was used to see and accumulate data from the events associated to the topic under the study.

3.6.1.3 Documentary sources
Documentary review involved a review of existing literature which provided key concepts currently in use in any area of interest. Various material such as, books, journals and websites were consulted. This method was thought to be suitable because in the some circumstances managers fail to respond to all imposed questions due to lack of correct memories and shortage of time.

3.6.1.4 Interviews
Interviews and focus group discussions were conducted. Amongst the interviewees included TBL officials from Headquarters and distributors owners in order to fill information gaps. These were the key informants for this study where by semi structured interviews, formal discussions and consultation were undertaken by the researcher. 

3.7 Data Analysis and Presentation
In this study, data were collected through 100 unstructured questionnaires and semi structured interview were analyzed by using the Statistical Package for Social Scientists (SPSS- 12.0 version). SPPS offers a powerful and easy ways to extract meaningful information from data. Furthermore, most of the qualitative data were transformed into quantitative data in order to provide support to the results of qualitative data set as also reveal by (Creswell and Plano- Clark, 2007). Moreover, the data collected and analyzed were presented by using percentages and forms of graphical tables and histograms. 

3.8   Validity and Reliability Test
Validity relates to the quality of a study which measures what it claims to measure (Moyoux 1999). In justifying the validity of this study, a number of steps were taken. First the choice of people who were interviewed and variables were measured to be concrete and important. Secondly the use of random sample and convenience sample provided the study with rich information which enabled the generalization of findings to wider populations. Finally, the data collection methods through use of questionnaires, interviews and from TBL data bank were geared to ensure excellent results.





4.0 DATA PRESENTATION, ANALYSIS AND DISCUSSION

4.1 Introduction
This chapter presents the findings, analysis and discusses the findings as per the objectives of the study. The chapter begins by providing the profile of the respondents, the findings and finally discusses the findings.

4.2 Characteristics of the Respondents
Characteristics of the respondents included age gender and level of education working As shown in Table 4.1 below, questionnaires were distributed to two categories of employees. These were management (head of departments) and non-management (officers and non-officers) employees. 100 questionnaires were distributed to the respondents. However, 94 (94%) the questionnaires were returned from 26 management staff, 55 officers and 29 from supporting staff.  From Table 4.1, it is evident that the proportions were the same. As shown in the table where directors and assistance directors were less than the senior officers, officers and supporting staff formed a large part of the respondents from the Ministry of Education and vocational training.

4.2.1 Age
Age refers to the time that a person has lived from birth to date. This is a very important variable in analysis as it reflects human resources composition of an organization as well influence in performance appraisal implementation in an organization as shown in Table 4.2.








Source: Field data, (2011)

The table reveals that, most respondents were between 36-45 years with 37 (39.3%) respondents, followed by age group 26-35 years with 30 (31.9%) respondents, These groups are categorized as youth which reflects the nature work performance in an organization. The age group above 55 years and 20-25 had the lowest respondents of 3(3.1%) and 4 (4.2%) respectively. Thus, results reveal that most respondents were in the age range of 26-55.

Table 4.2: Respondents age







Source: Field data, (2011)
4.2.2 Gender
Gender determines division of responsibilities within an organization for the purpose of achieving organizational objectives. This built social relations which ensures their participation in organization performance implementation. Table 4.3 shows that out of 94 respondents 48 (51.1%) were male and 46 (48.9%) respondents were female. As the sample was purposive selected, it is concluded that the ministry of employs equal number of males and females.






Source: Field data, (2011)

4.2.3 Level of education
The implementation of performance appraisals in an organization depends on the knowledge and skills of the respondents. Respondents were categorized according to their education level such as, primary education, secondary education, college and university level. The findings in Table 4.4 reveals that employees were well-educated 52 (55.3%) respondents had university education, 32 (34.0%) respondents had college education and only 10 (10.6%) respondents had secondary education. This implies that the ministry employed well qualified employees due to the nature of work the ministry performs.  







Source: Field data (2011)

4.3 Whether technological changes adopted after Joint Venture leads to improved Performance

4.3.1  Technological Changes









Source: Field data (2011)

Respondents were asked whether the technological changes had improved organization performance. Response are reveal in figure 4.1 the table 4.5 reveals that 24 (24.0%) of the respondents agreed that there was technological changes after Joint Venture which lead to improved performance, 35 (35.0%) strongly agreed on the statement by asserting that technological capacity developed was embodied in investment of high tech machinery and equipment as well as in the human capital. 29 (29.0%) disagreed, 8 (8.0%) strongly disagreed while 4 (4.0%) were uncertain.  Burns and Jones (1994) support the results by pointing out that overall TBL shows a positive productivity post. Their findings reveal that TV progressively continued to record positive changes. TBL improved technology is linked to higher productive efficiency and competitiveness, this shows that success is more of a long term trend than a step change. The findings reveal that TBL technological changes brought in updated machineries to replace the outdated ones, rehabilitated old breweries and erected new brewery in Mbeya to increase its production capacity. 

Megginson et al., (1994) confirm the results that privatized organizations place great emphasis in efficiency. Thus, investing in technology and process, machinery and equipments and quality lead to increase in capital investment spending. Also, the increase in capital expenditure is facilitated by private fund availability in the equity markets and investments incentives offered. It can therefore be stated that TBL has invested in the right kind of technological capabilities in order to create and sustain competitive advantage. In this case TBL modernized its machinery, equipment and manufacturing processes. It had erecting new plant in Mbeya and built brew house and new can line at Dar es Salaam and the like. The investment resulted in increased capacity production, transfer of technology and know-how, product diversification and expanded markets due to changes in management and labour practices, rise in turnover, lower operating costs and better financial outcome.
4.3.2 Market and Supply Chain Improvements
The company balanced its operation by closing various distribution depots, selling/contracting barley farms, outsourcing distribution transportation and the like, in addition to managing performance as shown in Table 4.6 and Figure 4.1. The table reveals that 26.0% of the respondents agreed and 50.0% strongly agreed. All the respondents reveal that the focus was on low cost routes to market, customer attraction and retention and channel mind share while at the formative enhancing efficiencies in production, customer service delivery and improving quality and number of products to produce differentiated services. However, 10.0% disagreed, 12.0% strongly disagreed while 2.0% were uncertain.









Source: Field data, (2011)

4.4   Whether Training after Joint Venture leads to Increased Performance
An organization which places greater emphasis on profit is expected to use human, financial and technological resources more efficiently. Considering the period studied, there is higher impact on TBL profitability Post Joint Venture. Before Joint Venture TBL was a loss making organization. It only started to turnaround the business after the post Joint Venture period with a record profit after tax of $ 37.9 Million in 1995 hence, started to pay dividend to its shareholders. Table 4.7 and Figure 4.1 reveal that 15.0% of the respondents agreed, 45.0% strongly agreed that after the Joint Venture production have increased. They pointed out that TBL improved its profitability due to change from public to private ownership became under new ownership the main objective was to maximize shareholders returns, requiring newly management to put greater emphasis on profit goals. 28.0% disagreed, 8.0% strongly disagreed while 4.0% were uncertain.

Boycko et al., (1996) assert that higher profitability of organisations comes from transfers of financial control and cash flow to new management team who had in their interest maximization of profits and efficiency relative to the old regime which stood to please the government with higher employment without making the company to reduce cost of inventory holdings, raw materials by sourcing some materials locally, increased capacity utilization and labour productivity.

Table 4.7 Training after Joint Venture leads to increased performance
Statements 	Agree	Strongly agree	Disagree	Strongly disagree	Neither agree nor disagree
					
Production Increase 	15.0%	45.0%	28.0%	8.0%	4.0%
Source: Field data, (2011)

Figure 4.1: Whether training after Joint Venture leads to Increased Performance


4.4.1 Quality branding and standards
Respondents when asked on the issue of improvements of quality branding and standardization on product. The results are shown in the Table 4.8 and Figure 4.1 which reveal that 34.0% of the respondents agreed, 45.0% strongly agreed. They all pointed out that TBL changed installed new tanks Uni-tanks, changed the packs - labels and bottles, erected new brewer}' in Mbeya, and rehabilitated Arusha and Dar plants on the other hand 14.0% disagreed, 6.0% strongly disagreed while 1.0% were uncertain.
Table 4.8: Whether quality branding and standards increased after Joint Venture leads to performance
Statements 	Agree	Strongly agree	Disagree	Strongly disagree	Neither agree nor disagree
					
Quality, brand and standardization improvement 	34.0%	45.0%	14.0%	6.0%	1.0%
Source:  Field data, (2011)

Figure 4.1: Whether quality branding and standards increased after Joint Venture leads to performance

Source: Field data, (2011)
TBL also took quick fixes of outsourcing its non core activities such as, security department and down sized its working forces as applicable to introduced technology to achieve the growth and profit objectives. Although these options provided TBL with temporary financial relief at the beginning of Joint Venture, they also provided ways to long-term business success. Qualitatively growth registered by TBL post Joint Venture is attributed to measurable changes implemented such as workforce sizes and revenues. The respondents when asked on   workforce size reduction. 

They reveal that TBL like most public enterprises in Tanzania use labour intensive methods which among other employs many staff in every function in a process. But, after Joint Venture TBL partner invested technology the number of employees was reduced while productivity per man increased, enabling the organization to pay better compensation for its employees compared to same companies. As shown on Table 4.9 and Figure 4.1 reveal that 23.0% of the respondents agreed, 54.0% strongly agreed that the TBL management was able to correct and manage the production system on a continuous basis. 

The result is a complete and well documented process line designed to maintain the characteristics of the beer and meet the quality requirements. Also the use of information technology had a significant impact on TBL productivity on the other hand 5.0% disagreed, 15.0% strongly disagreed while 3.0% were uncertain. Those who strongly agreed reveal that the company recorded a significant increase in the labour productivity growth rates in the period post Joint Venture by downsizing workforce and increasing automation. The findings also show that with the competition pressure intensifying it created a positive impact on productivity. TBL documented quality systems in the form of manuals, procedures and instructions that served employees with guidance on performances as well as impressing customers and certifying bodies. 

The understanding of procedures and expected outcomes motivate and support employees to improve efficiencies. The reduction in employment post Joint Venture is partial contributed by technological advances such as, computerized processes, automation of machineries and standardized products. For example, a mere introduction of automated bottle inspectors reduced four headcounts per each bottling line.

Table 4.9: Whether work force reduction leads to performance
Statements 	Agree	Strongly agree	Disagree	Strongly disagree	Neither agree nor disagree
					
Workforce size reduction  	23.0%	54.0%	5.0%	15.0%	3.0%






Figure 4.1: Whether work force reduction leads to performance 

Source: Field data, (2011)

4.5   Whether Adjusted Organization Structure leads to Improved Performance
4.5.1 Performance based structure 
The structure of TBL promoted provision of specific goals at lower levels which enabled managers and employees commitment in achieving results, rewards and increasing ownership. These changes stimulated improved performance. 
Table 4.10 and Figure 4.2 reveal that 15.0% of the respondents agreed, 45.0% strongly agreed that performance based structure had improved, 28.0% disagreed, 8.0% strongly disagreed while 4.0% were uncertain. The findings are supported Public Corporation Act (1992). It asserts that TBL's organization structure changes reduced bureaucracies which existed in the old regimes by reducing and flattening it to six directorates. This created and enabled timely and efficiently decision making process. The intended focus was creating a structure which could operate successful at all levels.

The findings reveal that the company appointed 19 expatriates experts to take over key managerial positions. The result was quick decision-making, recruitment and dismissal with minimal union interference, efficient stock management and regular scheduled maintenance of equipment and machinery. 

Weber (1964) studied on organization structure. He contends that changed organization structure categorized work into roles merging them where appropriate into broader organizational entities and redistributing power across the role structure. This division of duties allowed managers to concentrate more in broad-based thinking, visioning, and nurturing, with rationalization of responsibilities for staff to posses skills needed for their tasks. 

Table 4.10: Performance Based Structure Leads to Improved Performance
Statements	Agree	Strongly agree	Disagree	Strongly disagree	Neither agree nor disagree
					
Performance based structures – teams	15.0%	45.0%	28.0%	8.0%	4.0%
Source: Field data, (2011)
Figure 4.2: Performance based structure leads to improved performance

Source; field data, (2011)

4.5.2 Retention Scheme
Delegation of duties complemented with empowerment, responsibility and ownership by authority is important in enhancing organizational structures. Empowerment and ownership promoted efficacy and initiative not just on organizational roles and requirements but also on operational excellence, speed and consistence delivery. TBL organization structure after the post Joint Venture facilitated employees to become more enthusiastic, active and successful in facilitating teamwork and harnessing collective power as shown in Table 4.11 and Figure 4.2 These reveal that 25.0% of the respondents agreed and 50.0% strongly agreed that there were retention scheme which speed the reaction of  improved decentralized decision-making and gave lower level managers greater incentives to contribute to the success of the company which lead to performance after the Joint Venture;  12.0% disagreed, 10.0% strongly disagreed while 3.0% were uncertain on the statement. On the question of organizational structure Weber (1964) asserts that line managers assume more leadership and coaching roles while providing employees with resources and appropriate working conditions conducive with achievement of goals agreed. According to Weber (1964), such structures allow management to supervise and control lower ranks.

The agreement by most respondents that TBL has positive recruitment policy while disagreeing on skill retention and Human Resource influence on staff motivation suggest that compensation packages offered are not market competitive or lower than what is offered to employees in the parent company. Although TBL clearly defined compensation management to delivering appropriate financial and non-financial rewards to employees according to their value to the organization, ideally they failed to compensate people in relation to their job scope, size and market value. Although staff enjoy individuality when carrying out their duties, for managing change it is important to have written standards which will remove individuality and instead promote adherence to uniform rules. To a large extent, employee motivation in TBL is influenced by management style that of working and winning in teams - Team Business. The organization carried management development by exposing staff to parent company systems to make reporting and monitoring easier. This is evidenced in bonus payment structure to employees where the bonus is broken into parts to cover individual and team contribution. In motivating staff, TBL extended economic and social considerations such as, provision of good food from the canteen, better medical services and attractive remuneration at the beginning of Joint Venture. A market-related salary system was introduced as a way of retaining staff. In addition, it provided in-house on the job training and some selected employees were sent to SAB Miller's Training Institute in South Africa for advanced managerial education and technical development. The policy adopted regarding management development in TBL is to improve skills of staff in activities related to the functions of the company.

Due to the political sensitivity of downsizing, the company undertook two stages to implement retrenchment; voluntary and forced staff reduction, with some departments being reduced to sections falling under one main department. The reduction ensured that resultant structure contribute to achievement of desired goals.

Table 4.11 Whether retention scheme leads to improved performance




Source: Field data, (2011)
Figure 4.2: Whether retention scheme leads to improved performance 

Source: Field data, (2011)

4.5.3 Mission, Vision, Value Statements
TBL structural changes enabled collaborative management of organizational culture which provided long term organizational development through improvement of organisation's vision, empowerment, learning and problem-solving processes. This is shown in Table 4.12 and Figure 4.2 which reveal that 29.0% of the respondents agreed and 48.0% strongly agreed that mission, vision, value statements had changed which lead to improved performance after the Joint Venture. On the other hand 11.0% disagreed, 7.0% strongly disagreed while 5.0%. were uncertain on the statement.  The findings reveal that TBL new vision and values provides the patterns on how its employees should behave at work place and be seen in public. TBL achievements implies the organization to possess a strong culture which is vital in facilitating staff to maintain focus both on what to do and how to do it passionately pursuing company's organization cause and mission and assess and reward performances. This implies an affective culture where employees tend to be demonstrative with the company shared values stimulating trust and linking the organization together, producing corporate identity which is recognized throughout its business areas. In communicating organization values and mission statements, TBL used various approaches including visual representations, training seminars and socializing events.

In their study concerning TBL, Deal and Kennedy (1982) contend that TBL family day, values, attitudes, customs and manners govern the daily life of the people and have consequences in all human activities such as, the way of speaking, thinking, drinking office manners and the like. In most cases it is difficult to accept or understand values, attitudes, customs and manners. This may end up employees producing stereotypes and prejudices. Given that expatriates executive and local managers come from different cultures, each may have different and in some cases opposing views of what actions, behaviours and attitude constitute good management practice. The inescapable challenge for expatriate executive is managing and motivating employees in a way consistent with the cultural beliefs and values by conducting business basing on clear communicated principles. 

Table 4.12: Whether mission, vision and value statement leads to improved performance
Statements	Agree	Strongly agree	Disagree	Strongly disagree	Neither agree nor disagree
					
Mission, vision, value statements	29.0%	48.0%	11.0%	7.0%	5.0%
Source: Field data, (2011)

Figure 4.2: Whether mission, vision and value statement leads to improved performance

Source: Field data, (2011)
With the introduction of better and more frequent training opportunities, TBL upgrades specialised skills in brewing packaging, engineering and maintenance during post privatisation period enabling staff to meet the international high performance requirements. Table 4.13 and Figure 4.2 reveal that 20.0% of the respondents agreed and 57.0% strongly agreed that there were specializing training to upgrade skills. On the other hand, 12.0% disagreed, and 7.0% strongly disagreed while 4.0% were uncertain on the statement. 

Table 4.13 Whether specialized training leads to improved performance
Statements	Agree	Strongly agree	Disagree	Strongly disagree	Neither agree nor disagree
					
Specialized training 	20.0%	57.0%	12.0%	7.0%	4.0%
Source: Field data, (2011)

Figure 4.2: Whether specialized training leads to improved performance 
Source: Field data, (2011)
CHAPTER FIVE




This chapter presents out the conclusion for this study derived from the findings. Policy implications have been drawn to cover specific issues which need to be addressed specifically. The chapter also presents recommendations for future TBL/SABMiller Joint Venture on TBL performances, changes in organizational culture, structures and competitive behaviour and the social impact resultant on consumers and employees. It ends by drawing attention to the areas

5.2 Conclusion
From the findings of the study it can be concluded that competitive behaviour adopted after Joint Venture leads to improved performance. The study examined performance of TBL from wide set dimensions to prove that TBL stronger improvements results from change in ownership, the Joint Venture. From the findings it is clear that Joint Venture brings private partners who place greater emphasis on profit goals and achieve this by investing production capacities to increase output and bringing in latest technology that in most cases ends up with employment reduction, improving efficiencies and profitability. The study has also revealed that the Joint Venture stopped TBL's performance and financial decline to a modest performance and financial recovery period post Joint Venture. These improvements are attributed to an injection of new capital, technological changes and better management.
The findings have also revealed that Joint Venture leads to improved performance. The study has established the fact that the implementation of Joint Venture at Tanzania Breweries Ltd has resulted into significant positive shifts in the people’s management and performances. While it is evident that TBL has continued to dominate the Tanzanian beer market, its people head count has systematically declined gradually, largely due to the introduction of new advanced technologies, machineries and organization restructuring. 

The study has found out that the company's alignment with SABMiller strategic human resources initiatives contributed to the implementation of Strategic People Re-sourcing (SPR), Performance Management (PM) and Expert Management (EM). These initiatives ensured that talented individuals being the drivers of value addition in TBL are attracted, retained and developed. Furthermore, the study has found that in addition the company introduced a performance culture and drove it through a well conceptualized and implemented performance management process that linked to key business drivers. The findings reveal that human resource skills have been developed for each activity and supports mastering of competence by employees.

The study has also found that adjusted organization structure leads to improved performance as with cultural and structural change, the fact remains that privatisation requires a specific set of measures and actions. It is important to design and implement human resource policies which take into account specific requirements of people management, strengthening recruitment and compensation mechanism. All in all, the future of TBL, its structures, performance and competitiveness is a function of complex interaction of factors discussed. The evidence discussed suggests that the implementation of a successful Joint Venture must take into consideration all of these factors. 

Employees' health being key element in business sustainability is well managed through internal health center, selected clinics and disease initiatives, with primary focus on education and preventative behaviours. As part of retention scheme, TBL employees' bonuses are paid through existence of improved performance management process that is based on clearly defined and agreed goals by employees and the company. The bonuses and other benefits paid by the company are reviewed periodically. These performances and initiatives undertaken by TBL ended up in increased sales, improved profitability, increased market share, faster time-to-market, lower product-to-market costs and improved customer satisfaction. From the findings, it is apparent that Joint Venture was contributed inside knowledge about international business on the part of old TBL. New technologies brought by SABMiller fostered employees opportunity to build new local expertise faster than would have been possible internally before Joint Venture. The new TBL is now able to benchmark for its products quality with other companies within SABMiller group thus, expanding TBL opportunity in beer industry as well as having the access of combining TBL's capabilities with resources of SABMiller. 

The findings shows that the Joint Venture has enabled business profits to be shared by shareholders through dividend hence increasing shareholder's trust, better compensation to employees increasing their loyalties to the company and tax contributions to the government of Tanzania which lead in enhancing its image and be recognized as a good corporate citizen. This study reveals that if greater consistency can be achieved across the service provision in terms of the quality of the staff/customer engagement then levels of customer satisfaction should improve. As indicated above, this implies attention to basic systems, staff recruitment and training, with the latter not just addressing issues of knowledge and competence and approaches to dealing with customers but also broader issues relating to organizational culture.

5.3 	Recommendations
The study recommends that TBL should accurately provide information. TBL should continue to generate timely and accurate financial data through the use of Information Technology and thus, be able to take timely and justified decisions. This will increase integrity and promote trusts on the part of shareholders and other stakeholders. In this respect, maintenance of corporate database will enable centralized and automated data processing that is user friendly and which can be accessed by approved users. TBL should maintain documentation of their business processes allowing reviews and updates necessary creating knowledge of internal business metrics which will facilitate managers with information on how well the business is performing, in addition to whether products and service provision conform to customer requirements. The company should take all effort to ensure that customers receive appropriate and accurate information about TBL products and services and their entitlement as well as investigating potentiality for a more 'Tailored Service Packages' to increase customer satisfaction. In this competitive world, customer satisfaction is of paramount important. TBL needs to focus on customers and customer satisfaction as the two elements are important in sustaining the progress that the company has registered. Unsatisfied customer will always find new suppliers for meeting their expectations and thus, increase competition in the market in favour of its competitors. To provide effective customers service, TBL needs to ensure there is greater consistency in terms of staff attitudes, motivation and competence through both recruitment and training programs. 

For any organization to succeed and grow training is necessary. TBL needs to review whether or not sufficient emphasis is placed in staff training on aspects relating to customer service provision. It is vital for all staff to have up-to-date knowledge of service provision relevant to their job. In addition, TBL should improve its customer engagements with increased frequent focus group meetings. 

Human Resource as a key resource must be properly managed by the TBL organization to enhance employees loyalty by ensuring grievance procedure is maintained. This kind of opportunities allow employees to make upward appeals and protect individuals from arbitrary action by their direct supervisor, strengthening the Open Door Policy to enable interactions of subordinates with their supervisors and when they need to do so, strengthening staff counseling and improving the exit interviews to contribute valuable upward information for management correction and problem prevention. By instituting   more formal participative techniques programs that may result into more employees' satisfaction, better performance and to encourage subordinate-initiated communication, the company can be able to maintain their supremacy in the beverage sector in Tanzania.
It is recommended that the company should continue periodically to review employees' compensation in line with market trends. For the purpose of growth the company should strive to be a learning organization, training employees training and promoting corporate cultural attitudes which support both individual and the organization. In this way, employee will be on a continuous learning mode and promote faster localization of TBL management.

Vision, mission and value statements are important in providing direction and behavioural guidelines for TBL culture. Attitudes contribute to organizational behaviour by enabling staff adapt to their working environment, a basis for future behaviours. In this respect, TBL management should demonstrate behaviours and attitudes which live the company values. TBL management needs to assess and review existing cultural effectiveness and be able to address key cultural challenges. It is recommended that socialized events such as, employees' family days should be continued and enhanced.

5.4 	Area for Further Research
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The purpose of this study is to provide answers to questions about change management, structures, performance and competitive behaviour of Tanzania Breweries Ltd following change of its ownership status from a public to a private company. The intention is to know the way relatives and causal effects have resulted due to change management on employees and customers. More specifically, the study is intended to provide evidence of shift in culture, structures and changes in competitive behaviour before and after Joint Venture. Therefore, I should be very grateful if you participate in this research. It will approximately take twenty minutes of your time. If you are interested I would be delighted to send you a copy of the research report. Please indicate your mail address when you return the questionnaire.

CONFIDENTIALITY STATEMENT
All the information provided will only be used in this research. It will be treated as confidential and will not be disclosed to third parties. Ail references to the data will be anonymous. None of the information will be disclosed in any way to TBL officals.

1.	What is your job title (please, also specify briefly your responsibilities within TBL? ……………………………………………………………………………
……………………………………………………………………………………………………………………..………………………………………..……
2.		In which TBL location are you working?..............................................................
……………………………………………………………………………………………………………………..………………………………………..……

3.	What training have you received before and after Joint Venture?......................
……………………………………………………………………………………………………………………..………………………………………..……

4.	The following questions refer to impact of the TBL/SABMiller Joint Venture.
……………………………………………………………………………………………………………………..………………………………………..……

Please give your response by putting a tick () on an appropriate space
Key 
I agree = 1
I strongly agree = 2
I disagree = 3
Strongly disagree = 4
Uncertain = 5

Section B:  Objective I: competitive behaviour adopted after Joint Venture leads to improved performance

No.	Competitive behaviour adopted after Joint Venture to improved performance 	1	2	3	4	5
5.	Technology changes					
7	Market based  and supply value chain 					
Section C: Objective 2: Training after Joint Venture leads to increased performance
No.	Impact of training after Joint Venture to increased performance	1	2	3	4	5
9	Production Increase 					
10	Quality  brand and standardization improvement 					
11	Workforce size reduction 					
12	Reduction of distribution depots 					


Section D: Objective 3: Adjusted organization structure leads to improved performance
No.	Adjusted organization structure leads to improved performance	1	2	3	4	5
23	Performance based structures – teams					
14	Specialized training 					
15	No retention scheme					









Thank you for your participation. Have a nice day
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